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EXHIBIT 44 



July 18, 1995 Interim Performance Appraisal for the 
Period of May 1, 1994 - July 24, 1995 
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July 18, 1995 



HEHORANDDM FOR: H/CBNE - Rose Hary Devs-Hiller 
FROM: OIG/A - Darwin D. Roberts ^33>r^ 



SUBJECT: 



Interim Performance Appraisal 



Eed is yout~infecEjm||~a5OTaisal jfor the period 
Hay 1, 1994 - July 24, l59^ I am available to meet with you at 
^convenience ^t'"' fiifimigg-^v>p appraisal. Please call me on 401- 
7836, if you would like to meet. 

Should you not wish to discuss the rating, please sign it on page 
11 to indicate that you have received a copy (enclosed) , and return 
the rating to me before July 28, 1995. 




,.^u,,,.,^ U ij-^-^ 



'p/iGE f OF J.tr.y^-^^''- 



Case 1 :06-cv-01 7eift^Q(k )sa(»©J9merit-24-5 
Information Agency 



USIA 



PERFORMANCE APPRAISAL REPORT 

Wage System mtd 

GS 1 - IS Personnef 

Senior Level 



'^We^8/^0^^''l^yg§'3 of 13 
I I Annual Rating or Record 

SL .'"t°'gP_-lPgPaFq'fg o* Employee. 
0~ Inttrim- Det^rture of Rater 
Q Interim -Change of Duties 

□ Ratng of Record -WGIDetemiination 

□ Interim -Comptetion of Detail or Temporary 

□ Ifitefm-Othen __,,^__^ 

l^peaty Heason) 



Name of Rated Employee 
ROSE MARY DEWS-MIUER 



SECTION r. GENERAL PERSONNEL INFORMATION 



S5N 
578-72-2327 



Performance Appraisal Period 
May 1, 1994 - January 24, 1995 



Title, Grade, arvj Pay System 
Adnrwistrative Officer GS-341 -1 1 



Organizational Symbol 
OIG/M 



Name and Title of Rating Officer 
Dawin D. R(rfjerts, Director, Office of Admin. & Management 



Name and Title of Reviewing Officer 
Louts J. Leporatti, Executive Assistant 



Date Report Submitted to Personnel Office {M/P, B/PL, or 
B/CMP) 



Is This Position Supe i 

□ ves En 



Supe rvisory? 



GENERAL INFORMATION 



Rited Employees, Rating and Reviewjns OfTicers should read MOA V-A 
450 for policies and deuiled iimnictiODS. Questions should be directed to 
the appTOphate personnel office (M/PDM. M/FDP, B/PL or B/CP). 

AT THE BEGINNING OF THE RATING PERIOD 

— Nonmlly widtin 30 days of tbe beginning of the rating period, the Rating 
Officer, in joint patiictpadon widi dte Rated Employee musi detetmioe at 
least tMM> critical aixl any non-ciitical requircmeuts of the poridon, cstabUsh 
a perfomahce aandanl for the Fully Successful level for each tequircmetit. 
and clearly and concisely state them in Section II-A. 

-If an employee has significam sapeivisoty icsponsibilides, at least one 
ctitical lequiremeni must addresss tb 



—Performance requiretnems and standaids must be reviewed, rigncd and 
dated at the beginning of the rating period by the Rating and Reviewii^ 
Officers and dw Rated Employee in Section I-A. 

—If a new Ratii^ Officer arrives during the apptaisal period, tequirements 
and standards will be established on a new form lA-1272 between the Rated 
Employee and Ratmg OfTiccr widi proper signaniies and dates, even if the 
requirements and standards do not change. 

DURING THE RATING PERIOD 

-The Rating Officer imtst discuss performance with the Rated Employee at 
least once, prefetably mid-way through die rating period, and is eiKwiraged 
to do so mote frequently. At die dme of the discussionts). the Ratii« 
Officer should sign and date Section I-B aivl dte Rated Employee should 
sign Section I-C 

—Any modifications to the [cquimnents and/or standards must be 
documented by die Rating Officer in Section I-B, approved by the 
Reviewing Officer in Section I-B. and certified by the Rated Employee in 
Section I-C. 

AT THE END OF THE RATING PERIOD 

-The Rating Officer initiates die appraisal ptocess by solicitutg die Rated 
Employee's comments on his/her performance (including specific 
accom^isfamems during the apptaisal period). The Rating Officer and 
Rated Employee should discuss the employee's accomplishments aiHj 
deficiencies with ttspea to each peiformaiKe requiremem and its staidard. 



The Rating Officer ptepues die appraisal in Section II and III, 

—The Rating Officer signs and dates the form and submiu die appraisal for 
higher level review and a^^oval to die Reviewing Officer. 

—The Reviewing Officer indicates concutrence in the Rating Officer's 
summary niiog in Section IV. Pan A, prepares die narrative review in 

d signs and dates die foim. If diere is no higher level 
as Reviewing Officer, that faa and the reason must be 




—The summary lating must be reviewed and approved by a person at a 
higher level in die organization dtan die Rating Officer before 
commonicarion to die Rated Employee, If diere is no Reviewii^ Officer, a 
higher level approval is required in Section V in addition to die pool 
manager If die pool manager is odver dian die Associate/0 ffice/Servicc 
Director (or amnher official in die chain of command). 

-The Reviewing Officer (ot odwr higher level reviewer) forwards die 
performance appraisal to die penormance award pool manager for approval 
of the summary rating and signature in Section V before comnnmicanon to 
(he Rated Emplcryee. 



-For an Outstanding or Unsuccessful summary rating, approval by die 
Assodatc/Office/Service Director is required in Section V before 
communication to die Rated Employee. 

-The performance appraisal is renimed to die Rating Officer for discussion 



-The Rated Employee may add commems in Section VI. if desired. The 
Rated Employee should have a reasonable amoum of time, notmally diree 
working days, to review the completed appraisal. Supervisors should read 
and consider die Rated Employee's comments. The performance appraisal 
must be reviewed and approved again in accordance with procedures above 
if die summary ratji« is changed for any reason. 

-Narrative justification is normally to be contained within die space 
provided on die appraisal form, but is limited to no more dian one 
additional page overall. There is no limiution on die comments piovided 
by the Rated Employee. 

"The Rating Officer wilt forward die completed performance appraisal to 
die aRKopriaie Office of Personnd for filing. 

-See MOA V-A 450 for 



' PA6E 2^ OFj^gn^^' 



beginning of rating period.) 

We certify that tiie performance~requtrements in Section It^jiaq es ^ thmngh ^ ai 
accompanying perfonnance standards were established on S/iJQy ?fTfr discussion betwet 

'— ^ us, and thareac^ ofois has received a copy of them. i 

Signature of Rating bfftcer ' 'Dat& Signature of Rated Employee Date 



Signature of Rating bfftcer ' 'Dat& Signature of Rated Employee 

I cefllfy tlut performance requirements and standards are consistent with applicatile guidelines and the expectat 
of hig^|gp4evel nj^a^Anent.^^ . ^ 



Signature of R^'ewirifg Officer /Date/ 



Ciate(s) 



SECTION l-B (To be completed by Rating and Reviewing Officers during the rating 
1 certify that performance review discussions with the Rated Employee were held on 

I certify tfiat if any modifications to the requirements and/or standards were made on Afe>A/^ 

such chanoes are reflected in the revised standards/requirements which are attached to the performance plan 
the Rated Employee was projrided a copy of the /evisions. 



Signature of Rating Officer Date /kij^f i-)^ M^^Mj^^^^"^ 

I cerfity that I have reviewed and approved any modifications. ^^ TTiB. /?bCv£.^^7B J;^^ 



Signature of Reviewing Officer 



SECTION l-C (To be completed by Rated Employee upon completion of performance review discussions during 

rn r^ 1. My Rating Officer and I discussed my performance on the following dates during the rating 

□ I I 2. If applicable, any modifications and additions to the requirements and standards in Section 11 
' — I were discussed with me. 



Signature of Rated Employee 



LEVELS OF ACHIEVEMENT -The following levels must be used to rate an employee's performance on each 

indh/idual requirement in Section ll-B. 

Outstanding - Performance of rare high quality which cleariy and consistently far exceeds the Fully Successful 

standard to an outstanding degree in temis of such factors as quality, quantity, timeliness, and the extent of 

supervision required, or exceeds the Highly Successful standard if one is provided. 

Highly Successful - Perfonnance of unusually good quality which deariy and consistently exceeds the Fully 

Successful standard to a significant degree in tenns of such factors as quality, quantity, timeliness, and extent of 

supervision required, or meets the Highly Successful standard if one is provided. 

Fully Successful - Perfonnance which cleariy and consistently meets the Fully Successful standard in terms of su 

factors as quality, quantity, timeliness and extent of supervision required. 

Minimally Successful - Perfonnance of poor qualRy which falls noticat>ly below the Fully Successful standard for 

such factors as quality, quantity, timeliness, and/or extent of supervision required, or meets the Minimally Successfi 

standard if one is provided. 

Unsuccessful - Perfonnance of very poor quality which is unacceptable and falls well below the Fully Successful 

standanl in terms of such factors as quality, quantity, timeliness, and /or extent of supervision required, or falls sh 

of the Minimally Successful slandanj if one is provided. 



^ .3 O F /Z 



u'dbyl M-i\}-[} I ; b4-GK";i U0€bii>ent 'ZA-bii hiled U8;U8/20^/ Page b 6T 



Name of Rated Employee posk mary dews -miller Section 11: Page 



SECTION I). EVALUATION OF rNDIVIDUAL PERFORMANCE REQUIREMENTS 

Performance Requirement Number J tNote: Use a separate page for each perfomiance requirement) 

A. (Complete tNs Item at the beginning of rating period) 
Performance Reqtdrement : 
Employee is responsible for maintaining and managing the Office's financial resources. Formulates, justifies 
and executes the OIG multi-million dollar operating budget. This includes developing detailed background and 
justification documentation required to present the OIG budget to both 0MB and Congress. 



Is this a critical requirement ? ^ ' No 

Fully Successful Performance Standard (other standards optional): 

financial resources are generally managed in an efficient and effective manner. Formulation, justiftcation and 
execution of operating budget is accomplished with minimal supervisory input. Background and justification 
documentation generally require minimal changes once submitted to the Agency comptroller. 



B. (Complete this item nomially within 30 days after end of rating period) 

Evaluation of performance on this requirement: Level of Achievement (Check one) 

Outstanding Highly F"*'V _2^ Minima\\\f Unsuccessful 

Successful Successful Successful 

Describe specific reasons, citing examples, for this rating: 



Ms. Dews -Miller's management of the OIG financial resources was 
neither as efficient nor effective as in the past. Budget 
background materials she prepared and presented to the Office of 
the Comptroller contained erroneous wording and figures and 
therefore did not reflect an accurate picture of the OIG budget. 
If it were not for the hands-on assistance provided by personnel 
from the Office of the comptroller, the OIG submissions to 0MB and 
Congress for budget formulation and justification would have been 
severely lacking. 

Additional effort on her part — either through training or from 
working with personnel in the Office of the comptroller — is needed 
to meet this requirement satisfactorily. 
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Perfonnance Requirement Number .2 (Note: Use a separate page for each perfomiance requirement) 

A. (Complete this Item at the beginning of rating period) 
Performance Requirement : 
EmpJoyee is responsible for preparing firianciai plans, monitoring tfie execution of the approved budget and 
mairtt^rvng budget and accounting records which reflect the current status of the OtG allotment. This includes 
providing each AIG with monthly obtigation reports to ensure control of their individual operating budgets. The 
emptovee also reviews Agency financial reports and compares them against OIG cuff records and recondies 
discrepancies. 



Is this a critical requirement ? • ^ — — No 

Fully Successful Performance Standard (other standards optional): 

Financial plans are generally accurate, timely and require minimal corrections or changes. Fiscal records ar 
generally managed and monitored to ensure adequate control over fiscal resources. Monthly obligation 
reports are generally prepared on time. Status of ailotment is gerwrally accurate. Accounting reports are 
generally reconciled monthly. Excess OIG general fund obligations are deobligated on at least a quarterly 
basis. 



(Complete this item normally within 30 days after end of rating period! 

Evaluation of performance on this requirement: Level of Achievement (Check one) 

Outstanding Highly Fu"V -^^ Minimally i^ 

Successful Successful Successful 

Describe specific reasons, citing examples, for this rating: 



Ms. Dews-Miller produced monthly obligation reports for each AIG 
which were thought to accurately reflect the status of the overall 
OIG budget authority. However, due to her failure to reconcile the 
OIG account against the proper agency financial reports and 
continually tracking OIG obligations through the agency's automated 
Financial Management System, the OIG was placed in a severe crisis 
mode during September and October to enstire there was no violation 
of the Anti-deficiency Act. One procurement was even canceled to 
ensure there would be no violation. Financial files were also not 
kept in a timely and accurate manner. 

A more organized and conscientious approach to her work in this 
requirement is necessary. 






SECTION SIv EVALUM^O^feCy^^M£MVIDUA^PERFORMANCE flEQUlREMENTS 

Performance Requireiiient Number _3 (Note: Use a separate page for each perfwmance requirement) 

A. (Complete this Item at the beginning of rating period) 
Performance Requirement : 

Gnnployee serves as the trsvei coordinator for the OtG and liaison with tiie Agency Travel Office (M/AST). 

Advises staff on preparation of travel authorizations and vouchers. Reviews vouchers for accuracy before 

sulMnitting to tfie Agency Finance Office (M/CFV). 



!s this a critical requirement ? '^" 

Fully Successful Performance Standard (other standards opiional): 

Advice provided to staff is generally correct and informative and when necessary verify advice with M/AST. 
Travel infomiation is generally maintained in a manner that allows easy accessibility to staff. Travel orders 
are generally processed with no adverse impact on travel arrangements. Vouchers are submitted to M/CFV 
in a timely manner. Tracks status of travel orders within OIG generally providing staiLfs to supervisor within 
24 hours. 



B. (Complete this item normally within 30 days after end of rating period) 

Evaluation of performance on this requtremem: Level of Achievement (Check one) 



.^ Highly F""V Minimally 

Successful Succe 

Describe specific reasons, citing examples, for this rating: 



Outstanding .^5^ Highly F""V Minimally Unsuccessful 

Successful Successful Successful 



Ms. Dews-Miller provided the necessary support to GIG travelers 
ensuring that there was no adverse impact on travel arrangements. 
However, Ms. Dews-Miller needs to ensure travel related files e.g., 
travel vouchers, travel orders, etc. are established and maintained 
in a timely and accurate manner. 

Ms. Dews-Miller alerted OIG management to possible abuses of the 
American Express travel card by OIG staff. This in turn led to the 
OIG initiating a review throughout the Agency on possible travel 
card abuse and will most likely lead to more effective and 
efficient management of future card use. 
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Name of Raied Employee P^f=^ nag t' dews 



SECTION II. EVACUATION OF INDIVIDUAL PERFORMANCE REQUIREMENTS" 

■•erformancc Requirement Number A INote: Use a separate page for each performance requirement! 

\. (Complete this Item at the beginnir»g of rating period) 
Perfoimance Requirement : 
Employee serves as the liaison with Agency Personnel Office (M/P). Overseas preparation of requests for 
personnel actions and other relevant documents as required for processing. Revises position descriptions 
when needed. Assists Director, OIG/M in overseeing the performance appraisal process. Updates monthly 
staffing pattern. Ensures that all Privacy Act information is securely filed. 



Yes X 
Is this a critical requirement ? 



Fully Successful Performance Standard (other standards optional): 

Personnel paper work is generally^prepared on time, accurate, and requires minimal review by the 
supervisor. Staffing patterns are accurate and are provided to the supervisor in a timely fashion. Files are 
maintained in a manner that allows easy access to personnel records- Generally ensures M/P performance 
appraisal due dates are met. Closely tracks the status of personnel actions once documemation is forwarded 
to M/P. Provides timely feedback to requesting officials on status of their personnel actions. 



B. (Complete tHs item normally wttfiin 30 days after end of rating period! 

Evaluation of performance on this requirement: Level of Achievement (Check one) 

Outstanding Highly ^ ^ully ^"Snl Unsuccessf 

Successful Successful Successful 

Describe specific reasons, citing examples, for this rating: 

Hs. Dews-Hiller processed various requests for persoimel actions 
includina reassignments , promotions, reclassifications, and 
rec^?SInts. EmpTSee nkedl to expend greater effort in tr^f^ing 
the stSus of actions once they are forwarded to the Office of 
^?soSel to keep OIG managers appraised of their specific 
rlS^s. in addition, employee must ensure accurate and timely 
OIG personnel files are maintained. 
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SECTION II. EVALUASON-OEJNDnflDUALPERFORMANCE REQUIREMENTS 

Performance Requirement Number _§ INote: Use a separate page for each perfomiance requirement) 

A. (Complete this Item at the beginning of rating period) 
Performance Requirement : 
Bnployee serves as the training coordinator for the Office. Responsible for soliciting and compiling annual 
Individual Training Plans (ITPs) from each OIG staff member. Maintains a tracking system to ensure ail training 
requirements are identified. Processes indiwdual training requests. Coordinates with tfre Agency Training 
Office (M/FT) on Agency provided training and coordinates with the OIG purchasing agent for outside vendor 
training to ensure logistical and financial requirements are fully addressed. Complies and provides training 
ItteratureAlescriptions for the staff. Provides management status reports on staff training. 



ts this a ctitical requiremem ? 
Fully Successful Performance Standard (other standards optional): 

Ensure ITPs are generally completed before the beginning of the fiscal year. Prepares training budget 
estimates based on the ITPs to ensure sufficient fiscal resources are available. Tracking system is generally 
current and status reports are provided within two business days to supervisor upon requests. Staff training 
requests are generally processed in time for staff to attend their desired course dates. Training requests 
which are not vwthin established parameters or incomplete are returned to the originator within two business 
days. Generally provides status of an individual training request to the re.questor in a timely fashion. Training 
informadon materials are generally current and provide the staff with suffidem information. 



B. (Complete this item nomially witrtn 30 days after end of rating period) 

Evaluation of performance on this requirement: Level of Achievement (Check one) 



-X' 



Futly Minimaily Unsuccessful 

Successful Successful 

Describe specific reasons, citing examples, for this rating: 



MS. Dews-Miller generally provided the necessary support to ensure 
rliiellld^aining for OIG staff was provided. However training 
files for current and past years were not maintained m a timely or 
accurate manner. This in turn prohibited OIG supervisory personnel 
from checking the status of individual ^^^"^^9 records in a timely 
fashion and determining whether a specific individual had 
maintained their professional training requirements. 

Ms. Dews-Miller needs to put forth more effort to ensure files are 
maintained in an accurate and timely manner^ 



EXHJBJT; S'O 

PAGE ? ^■LJ^Zrr. - 
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^^"g^TION 111. OVERAU. SUMMARY RATINiG 
After completing Section II, the Rating Officer must assign one of the overall summary ratings listed below 
(modifications or substitutions are not permitted). The summary rating is based primarily upon the Rated 
Employee's performance of critical requirements and may not be reduced more than one level below the 
summary rating derived from critical reqiflrements because of performance on noncritical requirements. 

Summary Levels of Achievement (Check One): 

Outstanding - All critical requirements must have been rated Outstanding and no more than two 

rKincritical requirements may be rated as low as Highly Successful. 

Highly Successful - All critical requirements must have been rated at least Highly Successful and all 

noncritical requirements at least Fully Successful. A Highly Successful summary rating may still be 
appropriate if performance on one, but not more than one, critical requirement is rated Fully 
Successful, provided performance on other critical requirements is rated at least Highly Successful 
and the Rater corwiudes that (1) the requirerrient was relatively less important than other critical 
requirements and (21 required only a small portion of the time of the employee and (3) that 
performance on that requirement was offset by performance on two or more other critical 

requirements. 

Fully Successful - Performance on all critical requirements must have been rated at least Fully 
Successful and performance on not more than one noncritical requirement rated as low as Minimally 
Successful. In exceptional cases, a summary rating of Fully Successful still may be appropriate if 
performance on one, but not more than one, critical requirement is rated Minimally Successful, 
provided the Rater concludes that (1) the requirement was significantly less important than other 
critical requirements and (2) required only a small portion (less than 10 - 15%) of the time of the 
employee and (3) that performance on the requirement was offset by at least Fully Successful ratings 
on two other more critical requirements, or by at least a Highly Successful rating if there was only one 
other CTitical requirement. 

Minimally Successful - Except as noted above under Fully Successful, a summary rating of Minimally 
Successful is appropriate if the employee's performance has been rated as Minimally Successful on 
one or more critical or two or more noncritical requirements (see Section 453.2c of MOA V-A). 
Unsuccessful - A summary rating of Unsuccessful is required if the employee's performance on one 
or more critical requiremems has been rated as Unsuccessful. 

Optional comments: The Rating Officer may add any comments not covered elsewhere in the report to explain 
the overall rating chosen. A nanative justification must be provided for an overall summary rating of 
Outstanding or Unsuccessful. 



X^ 




_ ^-S0-9S' 

Signature of the Rating Offlfe! 



EXHIBtT; So 
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^_^£Q.yiQf|.;^^^p£VIEWIKG OFFICER'S STATBUIB4T - 

Reviewing Officers must have served a sufficient time (normally 90 days) in their position to have adequate basis for 
completing ttiis statement. If there can be rra Reviewng Officer, the reasons should be explained in IV-B below. 

A. Overall Rating 

The Reviewing Officer must check one of the statements below, tf there is a difference between the rating 
given by the Ratirtg Officer and that given by the Reviewir>g Officer, the latter will prevail. In such cases, the 
Reviewing Officer must explain this difference of opinion through specific references to ratings in Section II and 
111 and must discuss this Section in draft with the Rating Officer. It must also be discussed with the Rated 
Employee following any required approvals. 



I concur in the Overall Summary Rating assigned in Section III or 

I do not concur in the Overall Summary Rating assigned in Section III and assign 

the fdlowing Overall Summary Rating instead (Check one): 

Outstanding Highly ^ Minimally Unsuccessful 

Successful Successful Successful 

B. Reviewing Officer's comments 

Comment on: (1) extent of knowledge of the specific responsibilities artd assignments the Rated Employee 
was expected to perform ; (21 whether the performance requirements and standards are reasonable and fair in 
relation to other similar positions; (3) how well the Rated Employee carried out his/her responsibilities; and (4) 
whether the nature of the working relationship between the Rated Employee and Rating Officer has a 
significant impact on performance or the performance appraisal process and whether the Rated Employee 
received adequate guidance. . 



^/s^/fj-- 








a;g|pR£g§^g^'5Si^?i^^^ ~p^g^ "^ ^ °^ ^ ^^^ 



SECTION V. FORM FOR RMS REVIEWS AND APPROVALS 

A Approval of Summary Rating by Higher-Level Reviewer/Awards Poor manager (all ratir»gs|: (To be compieted b 
the AgerKy offidai in charge of managing the performance award pool prior to discusaon of the rating with rti 
rated employee.) 

The overall Summary Rating assigned is: 

Outstanding - Highly Fully Minimally Unsuccessful 

Successful Successful Successful 



Signature of Higher-Level Reviewer 
(Optional unless there is no Reviewing Officer) 



Signature of Pool Manager 



B- Approval of "Outstanding" or "Unsuccessful" Summary Rating. Must clearly meet the definition for levels of 
achievement on page 2 of this form. 



DISAPPROVED 1 assign a summry rating of _ 



in lieu of the summary ratir>g in A above. 



Signature of Associate /Office/Service Director 



[jg6g ,_ 7/ O F /^ PASHS 
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Name o< Rated Employee Rose Mary VeMS-MLUesr ^ 



SECTION VI. RATED EMPLOYEE'S COMMENTS 

The Rated Employee may use tNs space to provide addttional comments and insights into his/her perfonnanoe 
during the rating period. These optional comments should not be construed automatically as a rebuttal of the 
performance appraisal. Additional pages may be added if necessary. The Rated Employee should agn below to 
indicate he or she has read the appraisal and received a copy of it. The Rated Employee's signature does not 
indicate agreement with the appraisal. 



Signature of Rated Employee 






